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T he com m ittee 's charge and approach
In 1984, the AICPA Future Issues Committee identified as one of the
fourteen major issues facing the profession the upward mobility of
women in public accounting (referred to in this report as “ the issue” ).
The committee concluded that, although many women have risen to
senior levels in accounting firms, relatively few have been admitted to
partnership. In addition, according to the committee’s report, many
accountants believe that admission to partnership is more difficult for
women than for men.
As a result of the Future Issues Committee’s report, the AICPA Board of
Directors authorized the formation of the Upward Mobility of Women
Special Committee. The committee was charged with recommending
strategies to strengthen the upward mobility of professional women who
are employed not only in public accounting, but also in industry, govern
ment, and academe. Throughout this report, the term "employer(s)”
encompasses organizations that employ CPAs in the four segments
of the profession.
Our approach was to identify obstacles to upward mobility of women
CPAs and to recommend actions for the AICPA that will help members
and their employers eliminate these obstacles. To help us gain a suffi
cient understanding of the issue, we relied on the three following sources.
First, we reviewed relevant literature pertaining to professional women in
the general workplace, as well as to professional women in accounting.
We believed that gaining a better understanding of the experiences of
female managers and their employers in the broader business commu
nity would deepen our perspective of the issue as it relates to the
accounting profession. A bibliography of the articles and documents we
reviewed appears in Appendix A.
Secondly, we reviewed statistics on the number and positions of female
CPAs in the profession as provided in the Minority Recruiting and Equal
Opportunity Report published annually by the Minority Recruiting and
Equal Opportunity Committee. We also prepared and sent a survey to
the state societies and analyzed the Institute’s committee, board, and
Council rosters to ascertain the number of women in leadership roles in
these organizations. These statistics appear in Appendix B.
Finally, we interviewed panels of AICPA members and others to gain
insight into the issue as it is perceived and experienced by working
CPAs. The panelists were recommended by committee members and
staff, other AICPA members, and state societies. They represent both
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genders in various age groups and hold various positions in organiza
tions in the four segments of the profession. A preponderance of the
panelists are in the 30-40 year age group, because we wanted the
views of CPAs whose working experience has been in the contem
porary sociological environment but who are old enough to have been
promoted to higher-level executive positions in their organizations. A
profile of the panelists is in Appendix C. To be able to compare the
responses from each panel, we developed a questionnaire that was
used at all of the interviews (Appendix D). The questionnaire was also
distributed to participants at a meeting of the American Woman’s
Society of CPAs, following a discussion of the issue by members of our
committee. AWSCPA members at that meeting completed the question
naire and submitted their responses in writing, which are reflected in
our findings.
We also asked several organizations whether they had undertaken similar
studies and discovered that although some had gathered information
and compiled statistics about women in the workplace, only three
studies were relevant to upward mobility of women in accounting: a
study on stress done by the National Society of Public Accountants
(referred to on p. 12), a New York State Society five-year study on reten
tion of staff in public accounting firms, and an Ohio State Society study
of women in the profession. The results of the state society studies are
similar to our findings (see Appendix E).
We believe that the diversity of positions and experience of the mem
bers of the Upward Mobility of Women Special Committee provided a
balanced perspective to our discussions.
Positions represented on the committee are:
Women
Secretary/Treasurer—privately held company
Professor—school of accountancy, state university
Principal—international public accounting firm
Sole Owner—local public accounting firm
Shareholder and Director—local public accounting firm
Men
Managing Partner—local public accounting firm
Partner and Director of Recruiting—international accounting firm
Partner—international accounting firm
National Director of Recruiting—international accounting firm
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R e c o m m e n d a t io n s
The accounting profession is to be commended for the progress made
thus far in integrating women into management positions. The intent of
our recommendations is to help employers continue and intensify their
efforts to achieve parity of position and compensation for female CPAs.
We are recommending that the AICPA provide guidance to members
and employers on how to promote the upward mobility of women CPAs.
We are also recommending initiatives to increase the number of women
in AICPA and state society leadership positions. Our recommendations
are intentionally broad. We do not believe it is appropriate for our
committee to dictate how other committees and organizations should
implement the recommendations.

The AICPA should:
1. Provide guidance fo r m em bers and th eir em ployers on
how to en cou rage the upward m obility o f fem ale
professional staff.
Such guidance could be provided through the following media:
■ A publication on how public accounting firms are addressing
issues related to the increasing number of female professional
staff. (The Management of an Accounting Practice Committee has
already begun this project.)
■ Publications for members in industry, government, and education
on how to address upward mobility of women in their organiza
tions and how to encourage their employers to address the issue.
■ Workbooks or discussion outlines on aspects of the issue to
encourage open discussions in members’ places of employment
or at state society-sponsored member forums.
■ Sessions at appropriate AICPA conferences. The exchange of
information among employers on issues such as discrimination,
management’s perception of the problem, recruitment practices,
client relations, and stress can help each employer deal with
situations that arise in his or her own organization.
■ Audio-visual aids such as film or slide presentations that demon
strate how the attitudes of some people may unconsciously affect
their behavior toward female CPAs in work situations such as
recruiting and performance evaluations. Such aids could be used
at conferences and offered to employers for in-house training and
to state societies for use in state programs.
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Guidance for employers offered in these media could
include the following suggestions:
■ Employers should institute constructive childcare policies that will
help both female and male employees balance their family
responsibilities and work-related goals.
■ Employers should have clearly defined written policies about
pregnancy and childcare leave. These policies should be commu
nicated to all employees to avoid misunderstandings about what
employees and employers are entitled to.
■ Training and guidance to foster career advancement should be
given to all employees according to their needs. An informal men
tor process should be encouraged. Management should ensure
that female employees are included in training programs and in
the mentor process.
■ Employers should encourage open discussion between employees
and management regarding issues related to the upward mobility
of female professional staff. Recruitment practices, client relations,
stress, pregnancy, childcare, dating and marriage, discriminatory
incidents, and similar issues can often be dealt with effectively in
group discussions. Such sessions can reassure employees that
their concerns are important to the employer. They may also
generate fresh perspectives and workable solutions.
Some organizations might benefit from holding consciousnessraising sessions for employees, led by a moderator experienced
with the issues, perhaps a psychologist. Such discussions may
help sensitize employees to the more subtle aspects of discrimina
tion against females that are often related to the differences in
male and female upbringing and attitudes.
■ Employers should consider the appointment of an ombudsman
with whom female professional staff can discuss issues related to
their careers. Such an arrangement can be an effective way for
organizations to become familiar with these issues and can help
female employees further their opportunities for advancement. In
some organizations, a human resources executive could be a log
ical choice for this position. In others, an industrial psychologist,
whether on the staff of the organization or on retainer, might be a
more appropriate person to fulfill this role.
■ Employers should review and update their organization’s written
materials to ensure that no sexist or gender references exist that
might have a negative impact on female employees. Inappropri
ate use of gender references is discouraging and demotivating to
female staff members.
4

■ Employers should encourage and support female employees’
participation in AICPA and state society functions. Such participation
would help female employees broaden their professional horizons.
■ Some employers may need to establish marriage and dating
policies. These should be clearly communicated to employees.
Guidance for fem ale m em bers m ight include the following
suggestions:
■ Women should become active in office activities. Some women
need to become more visible to the power structure in their
organizations.
■ Women should take the initiative in becoming involved in business
luncheons and meetings with customers and clients. Young
women, as well as young men, need the experience of participat
ing in such events for their professional growth. As they become
more experienced, they need to be recognized as important
members of the team.
■ Women should participate in AICPA and state society functions
and should seek out opportunities to write articles for professional
publications, to speak at meetings and conferences, to join com
mittees, and to participate in professional activities.
■ Women may want to join women’s support groups. Such groups
can be a source of information on how other women are handling
problems in their organizations. Networking with other women
within an organization can also be helpful.
2. M onitor trends and com pile inform ation that relates to
upward m obility o f w om en in accounting.
The number and positions of female members of the Institute
should be identified. The information should be compiled in a way
that enables the Institute to measure the progress of female CPAs
over the next several years. Pertinent surveys, reports, articles, and
books generated by other organizations and individuals, as well as
experiences of members and employers, should be gathered. This
information should be made available to appropriate committees,
organizations, and members to help in planning their activities
related to the issue.
3. Appoint m ore w om en to AICPA com m ittees, boards, and
Council.
The AICPA should continue to seek out qualified female candidates
for leadership positions. Records of such members should be main
tained. State societies should be encouraged to nominate more
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women for Council. Increased participation by female members in
decision-making positions will help insure that policies and pro
grams reflect the viewpoints and needs of female members.
4. Seek out opportunities to feature w om en in AICPA m edia.
The Journal of Accountancy and The Practicing CPA should publish
articles by and about women CPAs. Women should be asked to
present sessions at conferences, workshops, and seminars. Not only
would this help change members’ perceptions of women, it would
provide role models for other women.
5. Consider upward m obility o f w om en w hen developing
CPE courses.
The CPE division might design refresher courses for members who
re-enter accounting after a temporary, but lengthy, leave of absence;
many women would likely be among these members.
6. Encourage state societies to appoint m ore w om en to
leadership positions.
Participation in state society activities can enhance an individual’s
career.
7. Com m unicate w ith o th er accounting organizations and
o th e r professions about issues related to upward
m obility o f w om en.
Sharing information among accounting organizations could
encourage a concerted effort to increase the number of female
CPAs in top-level positions. Communications with other professions
that are dealing with the issue could benefit all female professionals
and their employers.
8. Study and rep o rt on the effect o f stress on fem ale CPAs as
it relates to c a re e r advancem ent.
The Institute might underwrite such a study on its own or initiate a
joint study sponsored by several accounting organizations. The
results of the study may indicate different stress levels for female
and male executives, and thus provide employers and their staff
with a tool for addressing ways to alleviate the stress. Addressing an
issue that is just beginning to be recognized in the general business
community, could redound to the profession’s credit.
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9. Consider a reduced m em bership fee for m em bers who
are professionally inactive for a lengthy period o f time,
but w ho plan to retu rn to w ork.
This membership category would undoubtedly include female
members who have interrupted their careers to raise families. The
opportunity to retain membership in the Institute would help keep
these members involved with the profession.
10. The AICPA president should assign the preceding
recom m endations to appropriate com m ittees and staff
fo r action.
In order for meaningful action to be taken, responsibility for
implementing the committee’s recommendations needs to be
directed to the committees that can best handle them.
11. A p ro cess to m onitor the recom m endations in this rep o rt
should be established.
We recommend that the Board of Directors receive an annual report
on progress made on the committee’s recommendations and on all
AICPA activities related to the issue. An ongoing monitoring process
could be carried out by the Board and its staff directly or by a
standing Upward Mobility of Women Committee. An alternative to
appointing a standing committee would be to continue the Special
Committee on Upward Mobility of Women for a specified period of
time, perhaps two years, to monitor initial progress. At the end of
this period, the need for a standing committee would be re-evaluated.
BASES FOR RECOMMENDATIONS
This section reviews the factors we believe have an impact on the
upward mobility of women CPAs. They do not necessarily reflect the
experiences of individual CPAs or of individual organizations, but we
believe some or all of them are applicable to a broad spectrum of
AICPA members and their employers.
The obstacles to upward mobility cited by the CPAs we interviewed
correlate closely to the obstacles confronting female employees in the
general business community that have received wide publicity in the
past twenty-five years or so. In discussing their own feelings and
experiences, the panelists reiterated views often expressed by profes
sional and managerial employees in other fields and noted in other
studies, for example Women in the Accounting Profession, New York,
Marcus Weiner Publishing, 1986. The factors that affect upward mobility
of women are not unique to accounting, but are, rather, universal
obstacles confronting women in the general workplace.
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Childcare and Family Responsibilities
Marriage and children are a major concern for women who want to
advance in their organizations. The need to take time off from work for
childbirth and post-natal care is only a small part of the problem. A
woman’s family responsibilities can hinder her chance for career
advancement. Traditionally, the mother in a two-wage earner household
assumes major responsibility for the children’s extra-curricular activities,
household management, and arrangements for the family’s social
activities. Although many husbands and fathers are assuming greater
responsibility for these familial tasks, the major burden still falls on wives
and mothers.
There is evidence that some women who want to move up the corporate
ladder must forego marriage and children. Marriage for a male executive
is generally considered a social asset. Conversely, a married female
executive is often assumed to be giving only secondary loyalty to her
employer Some women who have decided to prioritize careers above
children, marriage, or both are content with their decision. Others,
however, who have risen to high-level positions in their organizations,
express some resentment at having been forced to choose between
family and work. These women believe that if men can be successful in
their fields without relinquishing family life, women should be offered a
similar opportunity.
Employers of women CPAs are responding to these concerns. Some
CPA firms are arranging for women with time-consuming family and
home responsibilities to work part-time with the understanding that their
career advancement will be at a slower pace than full-time employees.
Firms are re-hiring women who have taken an extended leave of
absence to care for their children, although the women may be required
to return at lower levels than their previous positions.
An increasing number of employers are providing childcare benefits. One
national CPA firm, for example, has a family resource center which is
operated by professional childcare consultants. The staff includes a
resource coordinator who maintains an on-site library of parent resource
materials, and a program specialist who assists in recruiting qualified
individuals for in-home care and provides information about area child
care centers and programs. Some organizations have established on-site
childcare centers that operate during regular business hours or, in some
cases, only during overtime periods. Some are joining with other organi
zations to establish off-site day-care facilities. Vacation and sick leave
policies are being modified to accommodate employees who need time
off to attend school-related functions or to care for an ill child. Many
accounting firms are permitting flex time schedules for employees with
family responsibilities.
8

Awareness of Success Criteria
In general, women seem less aware than men of the necessary qualifi
cations for advancement to top-level positions. Although both male and
female panelists identified the same personal traits required for success
in an organization—technical competence, commitment, willingness to
work hard, good interpersonal and management skills, leadership
characteristics—female panelists noted that women do not always under
stand the importance of more subtle criteria, such as visibility within the
organization, the benefits of a mentor, and the importance of presenting
a successful self-image.
Panelists pointed out that women often believe that good performance
alone will gain recognition, whereas men understand that performing
well is simply one factor in career advancement.
The importance of visibility was a topic in several panel discussions and
elicited comments such as: women are more comfortable working alone
(that is, more independently) than men; women do not seek out oppor
tunities to become known to people within the organization who can help
them succeed. Panelists also felt that women may not always appreciate
the importance of being integrated as one of “ the team.”
A recurring theme in our research was that women receive considerably
less advice from their superiors about how to succeed in an organization
than do men. Traditionally, such advice has been given informally by
someone in a higher-level position who, perceiving that a younger male
staff member has potential, takes him under his wing, and offers
encouragement and advice on how to rise within the organization. It
appears that women are generally not receiving this kind of career gui
dance. Male superiors may not recognize the potential of female staff, or
are uncomfortable in providing the same career guidance to women.
Some women who have achieved high-level positions unaided by a mentor
will not offer assistance to female staff members who are trying to rise up
the corporate ladder. Consequently, women in junior executive positions
often do not bother and are not encouraged to seek out support and
encouragement from the superiors who could advance their careers.
There are employers who are taking positive steps towards encouraging
the upward mobility of female employees. For example, one large corpo
ration has designed a program that develops leadership among women
employees. A committee of managerial and professional women meet
regularly with the President and Chief Executive Officer along with other
top-level officers “ to discuss salaries, job advancement, sexual harass
ment, work-family conflicts and other matters of concern to women
[employees].” The committee was established “ to sensitize top manage
ment to women’s issues.” The goal of the program is to “ remove barriers
to women’s upward mobility, to develop a new generation of women
9

leaders.” 1 Another company identifies talented women and makes an
effort to ensure that they receive the same career development
assistance that males have traditionally received.
The Percep tion Problem
The committee recognizes that many employers are actively seeking to
identify and deal with obstacles to career advancement of female profes
sional staff. Other employers, however, deny that obstacles exist. This
perception problem was a point of discussion in most of our meetings.
We concluded that employers who maintain there are no career
advancement problems or who deny that obstacles exist often do not
recognize that their attitudes may have a negative impact on their
organizations, as well as on their female employees.
Employers need to become more aware of the issue as it affects their
organizations. Women who work in organizations where the issue of
upward mobility is not acknowledged often feel isolated and frustrated
because their particular set of constraints and concerns is unrecognized.
In this type of organization, there often is no one with whom female profes
sional staff can candidly discuss the obstacles associated with upward
mobility; these women may resign, to the surprise of management.
Even employers with enlightened human resources policies do not
always address issues related to their female professional staff. When
management does not acknowledge or is reluctant to recognize the
issues, female employees are uneasy about broaching problems for
fear that, in so doing, both their professional assignments and perfor
mance evaluations will be adversely affected.
Cultural A ttitudes Toward W omen
The committee believes that, along with the perception problem and the
need to balance family responsibilities and careers, a major obstacle to
upward mobility is an outmoded or negative altitude toward women
executives. From infancy, men and women are generally oriented
toward different cultural roles, attitudes, and behavior. These cultural
differences may cause friction in the workplace and tend to be the
bases of outright bias against women.
Although in the past several years overt discriminatory attitudes and
actions appear to have diminished, our study indicates that, in
some instances, women CPAs continue to be treated prejudicially in
the workplace.
Discriminatory attitudes tend to be resistant to change because of their
link with old cultural perceptions of women as wives, mothers, and
daughters, rather than as business colleagues. Legally, women must be
1"Fostering Women’s Careers,” The New York Times, March 13, 1987
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treated as equals in organizations previously dominated by men.
For people who are accustomed to thinking of women as dependents,
this can be a difficult concept to accept, and they tend to make
distinctions between men and women in the workplace that are harmful
to women's careers.
The committee reviewed a number of discriminatory attitudes and
actions encountered by women CPAs on aspects of their work
experience that they believe distinguish their experiences from those of
their male colleagues. We found they are the same as those that have
been cited so often by employees in other fields.
Some attitudes that may impede a woman’s career progress are subtle,
for example, thinking of (and referring to) women as “ girls” or “ ladies.”
Others involve the application of a double standard as to what is consid
ered appropriate behavior for men and women in a business setting.
For example, aggressiveness in a man is praiseworthy, but is often con
sidered unacceptable in a woman. Another example is that a show of
anger from a man is condoned, but from a woman is disapproved.
Some actions prevent women from being fully integrated into the culture
of their organizations. For example, women are sometimes not given
the choice assignments, are excluded from planning sessions, or are
not asked to participate in business decisions. Women are also
excluded from luncheons and other semi-social gatherings, both within
the organization and with clients.
As might be expected, we noted generational differences in attitudes.
The younger female panelists felt they had experienced less bias than
older female panelists. Some women believe, however, that while preju
dice against female executives was more open several years ago, it has
now “gone underground,” partly in response to EEO laws, and may
be more difficult for younger female employees to detect. Others note
that resistance to promoting women to top-level positions is often not
recognized by female employees until they reach an age at which such
promotions are made.
Stress
One impediment to upward mobility of women, only recently surfaced in
the general business community, has particular relevance to the
accounting profession: that is the degree of stress experienced by women
in management positions.
The severity of stress experienced by accountants has been widely
studied and publicized, but little has been documented about the possi
bility of additional stress on women accountants. As gleaned from our
research, it appears that women in management positions in all organi
zations may experience stress beyond that experienced by male
colleagues for three reasons.
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One reason, as indicated earlier, is that the pressures of family responsi
bilities, childcare, and household management are a major concern
for upwardly mobile women and their employers. Women continually
experience pulls and counterpulls between career and home, thus
creating considerable personal stress as well as potential problems for
their employers.
Our research indicates that a second factor causing particular stress for
women may be cultural prejudice. Women generally believe that they
experience such prejudice in small ways during every working day, as
well as in major career setbacks. For women in all fields, this type of
persistent discrimination creates a major stress problem; in the accounting
profession, known for its high stress level, the effects on women can be
especially damaging.
A third source of stress may be caused by women’s perception that, in
order to succeed, their performance must exceed that of their male col
leagues. As reported in a 1983 study done by the National Society of
Public Accountants regarding job-related stress as experienced by male
and female staff accountants in public accounting: “.. .many medical
directors in industry [believe] that many women face even greater stress
than their male counterparts because they feel more compelled to prove
themselves, and they sense that their performance is being watched more
carefully.. .” 2 In addition, the report notes that some women believe that
they must not only perform well, but must exceed their male counterparts
in a work-related situation by 100 percent. While the NSPA report did not
discover significant differences in the stress levels of men and women
staff accountants, the authors of the study believe that greater differences
would appear in employees in higher-level positions. They recommended
further research on the issue.
The accumulated effects of stress on women CPAs, especially in public
accounting firms, may force them to seek other employment. Our research
uncovered instances of women leaving firms because of undue stress.
Female partners have formed their own firms to remove themselves
from what they perceived to be discriminatory situations. Female manag
ers have left firms or companies to work in organizations that have more
progressive day-care policies.
One pervasive stress factor for both sexes is related to the long hours
expected of staff in public accounting firms. Female CPAs are evaluating
career advancement versus family and social life and are often acting
as catalysts for similar evaluations on the part of their male colleagues.

2“Occupational Stress in Men and Women Accountants: Is There a Difference?”
The National Public Accountant, December 1983, pp. 38-42
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Quality of life is important to all young people, and if the nature of their
jobs substantially diminishes “quality” time, staff members, both female
and male, may choose to leave such demanding employment.
Dating and M arriage
It is not uncommon for young women and men who work together to
become emotionally involved. With the increasing number of female
CPAs in firms and other organizations, the potential for dating and mar
riage with colleagues increases. Organizations that have traditionally
enforced policies proscribing dating with colleagues may need to
rethink their positions so as not to discourage female employees from
moving upward.
Marriages between employees may also cause friction in the workplace,
especially, perhaps, when the spouses are at different levels (for exam
ple, if one is a partner and the other a staff accountant in a public
accounting firm). These situations, too, should be dealt with in a way
that does not discriminate against the female employee.
Involvem ent in Professional A ssociations
Male employees have known for some time that serving as committee
members and officers of professional and industry associations, writing
for professional or trade journals, and speaking at work-related confer
ences, are ways of furthering their careers. Women CPAs have not
participated as actively as men in AICPA and state society activities.
Involvement in the affairs of these organizations, as well as in other profes
sional and trade associations, would foster women CPAs’ professional
growth and make them more visible to their colleagues and employers.
Statistics on the number of women serving on AICPA committees,
Council, and boards show that, since 1980, the number of women in
leadership positions has more than doubled (40 to 102), with the total
number of slots available being approximately 1,600. Results of a ques
tionnaire on the number of women serving in state society leadership
positions revealed that, since 1980, the number of women officers and
committee chairmen in all state societies has also more than doubled
(108 to 237). As with the Institute, this shows a significant increase in
participation by women members, but in both cases, we believe that a
greater percentage of women should be in leadership positions.
Some of the panelists we interviewed felt that their employers do not
support or encourage female employees to actively participate in state
society or AICPA functions. Conversely, other panelists believe that
women need to take a greater initiative in offering their services. We
believe that AICPA and the state societies of CPAs should encourage
female members to participate and assume leadership roles in
association affairs.
13

CONCLUSION
An ongoing challenge for organizations that employ CPAs will be
attracting and retaining high quality staff. The issue of upward mobility of
women is related to this broader challenge. The U.S. Bureau of Labor
Statistics predicts that by the year 2000, the female share of the work
force will be 47.5 percent, almost double the percentage of working
women in 1950. As shown in the table below, the percentage of women
in managerial and professional positions has also increased.
Women Hold a Growing Share o f M anagerial
and Professional Jo b s
(P ercen t Fem ale)
34.4

Technicians

29.1

College Teachers

4 .9

Lawyers
Physicians

3 36.3

15.3
9 .7

.6
3
1

Natural Scientists

48.4

□
□

315.8
3 20.5

1983
1970
44

All Professionals

48.1

38.7

Accountants & Auditors

8 .5

Purchasing Managers

18.5

Executive/Administrative
0

10

20

23.6
32.4
30

40

50

Source: U.S. Bureau of the Census, 1980 Census of the Population, Supplementary
Reports; and Bureau of Labor Statistics, “Handbook of Labor Statistics, 1985, Table 18

AlCPA’s 1986-1987 survey of the supply and demand for accounting
graduates shows that women comprise 50 percent of 1987 accounting
school graduates. Clearly, with the proportionate increase of women in
the workforce, many more women will be candidates for partner and
financial executive positions.
The need for public accounting firms, public and private companies,
government agencies, and accounting schools to turn to women CPAs for
future management and educator positions adds a sense of urgency to
the profession’s goal of encouraging the upward mobility of women. The
intent of this report is to be the catalyst for quickening the pace of change.
In directing other committees to implement our recommendations—and
to seek other means of dealing with the issue—we ask that the Board of
Directors and staff leadership give appropriate weight to upward mobil
ity of women in the profession in establishing AICPA priorities. It is an
issue that will have a far-reaching effect on the profession; we believe it
should be given a high priority in AlCPA’s total program.
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Appendix B
W o m e n IN MANAGERIAL POSITIONS IN
FIRMS WITH 25 OR MORE AICPA MEMBERS *
____________________ 1980

1981

1982

1983

1984

1985

1986

1987

Women Professionals 13,294 15,984 18,509 20,850 22,818 25,024 27,611 29,695
Women in Management Positions
(includes partners and
other management
personnel)
627 1,237

2,367

2,976

3,103

4,316

4,761

4,638

Percentage

12.78

14.27

13.59

17.25

17.24

15.61

4.71

7.73

T o t a l n u m b e r o f w o m e n o n a ic p a
COMMITTEES AND COUNCIL * *
Committee Year
1987-88
1986-87
1985-86
1984-85
1983-84
1982-83
1981-82
1980-81

Number
102
96
101
67
56
40
39
40

*Source: Minority Recruitment and Equal Opportunity Committee Report, 1987
**Source: AICPA Committee Handbook, 1980-81 through 1987-88
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N u m b e r o f w o m e n s e r v in g i n state
SOCIETY LEADERSHIP POSITIONS
Question:

Since 1980, how many women have served or are slated to
serve as state society leaders (please provide estimates if an
exact number is not available)? (48 states responded)

1980

1981

1982

1983

1984

1985

1986

108

122

128

165

224

274

237

W o m e n p a r t ic ip a t in g i n
STATE SOCIETY ACTIVITIES
Question:

How would you describe the trend concerning the participa
tion of women in your state society’s activities over the last five
years? (49 states responded)
State
Responses

1. No change
2. Increased but still well below the proportion of women
members to total membership
3. Increased and approaching the proportion of women
members to total membership
4. Increased and equal to the proportion of women members
to total membership
5. Increased and exceeding the proportion of women
members to total membership

1
24
16
7
1

Source: Upward Mobility of Women in the Profession: Questionnaire for
State Societies, 1986.
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Appendix C
P a n elists in t e r v ie w e d b y u p w a r d
MOBILITY OF WOMEN COMMITTEE
Four panel sessions were held in Washington, D.C., Chicago, San
Francisco, and New York in conjunction with Upward Mobility of Women
Special Committee meetings. A total of 48 people participated in these
panels, including 32 women and 16 men from various parts of the
country. Most are AICPA members.
The following are titles of the positions held by the panelists. Public
Accounting: president, managing partner, audit partner, tax partner,
human resources partner, director of human resources, regional director
of personnel, senior tax manager, senior audit manager, audit manager,
audit supervisor, sole practitioner. Industry: managing director, executive
vice president, vice president, director of finance, director of product
development, controller, assistant controller, corporate auditor, pension
consultant. Academia: professor; assistant professor. Government:
assistant director of accounting and financial management, chief
accountant.
The breakdown by segment of AICPA membership and age range is as
follows:
Segment of Membership
(Number of panelists)
Public Firms
(29)
Industry
(13)
Academia
( 4)
Government
( 2)
Age Range of Panelists*
(Number of panelists)
26-30
31-35
36-40
41-45
46-50
51-55
56-60
*The ages of two panelists are unknown.
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( 3)
(14)
(11)
( 8)
( 3)
( 5)
( 2)

Appendix D
Q u e s t io n n a ir e _______________________________
This questionnaire was used in the four sessions with the panelists and
was also used by the 44 respondents who are members of the American
Woman’s Society of CPAs.
1. What do you feel is a major ingredient in moving upward in the
profession?
2. What do you see as a major obstacle to the upward mobility of
women in the profession?
3. What specific problems have you seen women CPAs experience?
4. What are the subtle forms of sex discrimination you have seen or
experienced in the workplace?
5. Do you feel the availability of day-care is critical to a woman’s
decision to stay on the job after becoming pregnant? What can
organizations do?
6. Are there policies within your organization that should be
encouraged or discouraged to assist women in developing a
meaningful role in the profession?
7. Are mentors necessary for a woman to succeed?
8. Can a partner in public practice work part-time?
9. Can an otherwise achievement-oriented person work part-time
successfully?
10. Has your desire to achieve affected your decision to have children?
11. Will the profession be forced to reduce the number of hours worked
and profits in the future to satisfy employees’ demands for an
enhanced quality of life?
12. Do women today have it “ made” vs. women entering the profession
in the past?
13. Do women have character traits which prevent them from moving
upward in an organization? e.g., cautiousness, risk-aversion.
14. As you observe young women advancing in their careers, is there
any one area which is troublesome to them?
15. Are there different problems for women CPAs in public practice vs.
industry, government and education?
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Appendix E
I n f o r m a t io n f r o m o t h e r o r g a n iz a t io n s
We asked the following organizations if they had undertaken studies or
compiled information on upward mobility of women accountants. Unless
otherwise noted below or in the body of the report, they had no informa
tion that was pertinent to our study.
1. American Financial Services Association
2. American Management Association
3.
4.
5.

6.

Association of Government Accountants
Bureau of Labor Statistics
Catalyst
Financial Executives Institute
The Institute’s membership statistics show that only 250 out of
13,000 members are women. However, the number of women
members has almost doubled in the past five years.

7.
8.
9.

Institute of Internal Auditors
Life Extension Institute
National Association of Accountants

10. National Society of Public Accountants
11. New Ways to Work
12.
13.
14.

Research Institute of America
Robert Half of New York
State Societies of CPAs
Five state societies have or have had committees, subcommittees
and task forces that have dealt with issues related to the increasing
number of women in the profession. Among the more active are
New York and Ohio. The New York State Society has undertaken a
survey on staff turnover in CPA firms which includes questions on
women in the profession and on parenting. While the results of the
survey have not yet been released, preliminary data shows that
about 70% of female respondents feel that parenting and public
accounting are not compatible. However, over 95% indicated that
they would return to work at some point after having a child. The
results also indicated that men and women have a different per
ception of the degree of gender-related bias experienced by
women. Results of the survey should be available in May.
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A committee of the Ohio Society completed a study of women in
the profession in November of 1986. The committee was asked to
recommend a plan of action for the Ohio Society to enhance the
participation of female members at the chapter and state levels.
The committee’s recommendations are similar to the ones we have
proposed, for example: actively seek females for committee
appointments, and develop CPE programs to keep members
current with changing standards while they are on leave.

The American Bar Association
We also reviewed the efforts of the American Bar Association to
ascertain the status of women in the legal profession.
At the Association’s February 1988 Mid-year Meeting, an ABA
Commission on Women in the Profession heard the views of approxi
mately 50 members. The message the members brought to the
Commission was that “ despite twenty years of progress, women trying
to rise within the legal profession too often have hit a “ glass ceiling”
because of discrimination.” 1 The obstacles to upward mobility for female
lawyers correlate closely with the obstacles for female CPAs noted in our
report. Among these are: more subtle forms of discrimination than in the
past; the conflict between career vs. childcare and other family respon
sibilities; discriminatory social situations, e.g., all-male private clubs;
biased cultural attitudes toward women, e.g., aggression in men and
women is perceived differently; the need for women to “ prove” they are
competent; the lack of mentors for females.2

1Mass, Debra Cassens, “ Progress for Women? Yes, B ut. . .,” ABA Journal, April 1,
1988, p. 18-19.
2lbid.
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